Many empirical studies have used human resource practices and managerial practices as a predictor of service climate as an indicator of employee performance. However, research on the psychological mechanism that explains how up-to-date HR practices affect the high performance of employees is not yet widely explored, especially in the context of enhancing the quality of higher education management. The reason for selection of the object is the rarity of HR practices implementation studies in the context of higher education. The theory and research of HR practices are only a one-sided study on the side of corporate business interests. The purpose of this study is to examine the influence of two roles of mediation variables ( job embeddedness and trust in the leader) on the performance of employees. The sample of this research is 250 employees of public higher education in Central Java. The data are processed using Warp PLS version 6. The results show partial support for the role of mediation variables ( job embeddedness and trust in the leader) on employee performance. In other words, to achieve the employees superior performance, is not only come from the implementation of HR practices, but also the management should pay attention to what extent employees have embeddedness to their organization and trust in the leadership. Further research suggestion is to explore deeper other variables that can explain the psychological mechanisms of HM practices to improve employee performance.
Introduction
The main process undertaken in the MSDM mechanism includes a broad managerial spectrum ranging from Human Resources Planning to termination. Many empirical studies have used human resource practices and managerial practices as predictors of service climate (Schneider et al 1998) . Such a climate will reinforce employees' perceptions of how well the existing practices and procedures facilitate excellent service delivery to customers. In addition, it will also reinforce the perception of the quality of the service expected by the company, as well as support and reward from the management for employees for their performance. In our study, instead of using conventional human resource practices such as recruitment, training, performance appraisals, compensation, etc., we apply HR practices which are perceived by the employees as a source of organization that facilitates their work.
The practice of human resources proved to have a positive impact towards work outcome. Research conducted by Kehoe and Wright (2010) shows that HR practices contribute positively to employee performance. This is in line with Hassan (2016) demonstrating that HR practices such as Compensation, Career Planning, Performance Several other studies that examine HR practices show that HR practices within an organization are also capable of increasing employee job embeddedness. Bambacas and Kulik (2013), Ghosh and Gurunathan (2015) show that good HR practices can create employee embeddedness. The better HR practice applied by the organization, the job embeddedness will also increase.
Some of the above explanations show that the employee positive psychology is greatly influenced by the existence of good HR practices. On the other hand, the positive psychology can also directly affect the performance. Research conducted by DOI 10 .18502/kss.v3i10.3200
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Research conducted by Brown et al (2015) , Akili and Cingoz (2015) , Ahmed et al (2016) , show that employee trust in their organization and superiors will be able to improve employee performance. The higher the employee trust, the higher they will be in performing.
This study was conducted with several important reasons. First, although there have been many studies that examine the effect of HR practices on work outcome and positive psychology, those studies are conducted separately. Therefore, it is necessary to do research that build the model comprehensively, with the aim of getting a clearer picture of mechanism. Some studies show that the process for achieving performance results is not simple, but through several processes [49, 54] . That is, it takes explanation of the mediating variables in seeing the effect of HR practices on employee 
HR Practice
Hasibuan (2011) defines human resource management as the science and art of managing relationships and the role of manpower in order to effectively and efficiently help the realization of corporate, employee, and community goals. Ardana (2012) defines human resource management as a process of utilizing human resources effectively and efficiently through the activities of planning, mobilizing, and controlling all values that become human strength to achieve the goal. Schneider and Bowen (1985) found that employee perceptions of MSDM practices were significantly related to customer perception of service quality. When employees feel that they are well treated by the existing MSDM practices, they will be able to devote their energy and resources to serve customers effectively. A study by Schneider and Bowen (1985) on organizational practice in branch offices found that the relationship between MSDM practice and strategic outcomes was the strongest in service organizations. MSDM practices can increase the "value" of employees in an organization. Selection practice for instance, has an important role in getting qualified workers who meet the required qualifications of the company. For that purpose, during the selection process, the company must seek to find and attract qualified employees with attitudes and behaviors that support the values and achievement of the organizational goals.
The next challenge is to maintain its existence in long term. Training and development are also critical for the achievement of organizational performance and competitive advantage of the company [18] . Training is also a good practice in overcoming factors that reduce job satisfaction and employee performance. In order to achieve the effectiveness of training, the training program must be fit with the work process and company strategy. Post-training should also ensure a transfer of training that supports the employee learning process. Furthermore, there should be a consideration of rewards for learning efforts by employees that support performance improvement [28] . This is supported by many studies which find that incentives affect organizational performance. 
Trust
The definition of trust according to Mayer, et al (1995) is the overall willingness of a person who is vulnerable to the actions of others (trustee) 
Job Embeddedness
The concept of job embeddedness was firstly raised and often used to be a reference by some researchers is the theory of Mitchel. Job embeddedness in an organization can be seen from different perspectives by one organization to another. Similarly, the meaning of job embeddedness itself, the meaning of job embeddedness is also interpreted by organizations differently. Job Embeddedness is defined as one of the networks that encourage individuals to stay in the organization, where the network is divided into the organization itself and the community within it [45] . Job embeddedness is a term to represent the reasons that keep employees staying at work and organization [29] . Mitchell, et al (2001) revealed that the Job Embeddedness concept describes how an employee is tied to work and the organization in which he works because of the influence of aspects that come from work (on-the-job) and from outside of the work (off-job). Job embeddedness can also be defined as factors that influence a person's decision to survive or leave their work and organization [12] . Conceptually, the definition of job embeddedness is a person's general attachment to his work [45] . Job embeddedness theory focuses on keeping employees within the organization, rather than keeping them to leave other organizations [38] . Job embeddedness is assumed that the more connections the employee has and those connections fit him well, it will be more likely that the employee will stay in the company or the job. Based on this framework, then the hypotheses are formulated as follows:
• Hypothesis 1: HR Practices have a positive effect on employee performance.
• Hypothesis 2: HR Practices have a positive effect on employee Job Embeddedness.
• Hypothesis 3: HR Practices have a positive effect on employee trust.
• Hypothesis 4: Job embeddedness has a positive effect on employee performance.
• Hypothesis 5: Trust has a positive effect on employee performance.
• Hypothesis 6: Job embeddedness mediates the relationship between Human
Resource Practice and Performance Task.
• Hypothesis 7: Trust mediates the relationship between Human Resource Practice and Performance Task.
Research Method

Research design and population
This research is a causal study since it identifies the cause and effect relationship between different variables. In this primary data-based cross-sectional survey, the data were collected through questionnaires distribution to 250 respondents in UNNES.
Research respondents are lecturers and educational staff drawn from all faculties in UNNES. A purposive non-probability sampling technique was used for sampling. 
Result and Discussion
Instrument test (validity test and reliability test)
Two kinds of validity were used in this study; convergent validity and discriminant validity. The explanation of the convergence validity and discriminant validity is as follows:
Convergent validity is measured by using factor loading for the reflective indicator Based on Table 3 , the results of the AVE root test and the Correlation Coefficient show that all statement items are greater than the correlation of the relevant variables, so that discriminant validity is fulfilled and all statements can represent problems in this research and in accordance with the actual conditions in the object of research.
Result of reliability test
The test result of instrument reliability is in the table below:
Based on Table 4 , the reliability test result on the variables in this study indicates that all variables meet the composite reliability since the composite reliability coefficients (2018) coefficients > 0.60 so that all variables meet composite reliability and internal consistency. That is, all statements are able to measure a problem constantly. Therefore, it
can be regarded as a reliable measuring tool.
Model fit and quality indices
The criteria shown in the goodness of fit model in Table 5 is Table 5 as follows
It can be seen from Table 5 that the goodness of fit model has good result to explain the relationship between latent variables and their assumptions.
Results of direct hypothesis testing
Hypothesis testing was done by using resampling method and t-test. Hypothesis testing decision rule is done as follows, if the obtained p-value ≤ 0.10 (alpha 10%), it is said to be significant weak, if p-value ≤ 0.05 (alpha 5%) then it is said significant, and if p-value ≤ 0.01 (alpha 1%) then it is said to be significantly high in Table 6 .
Results of mediating hypothesis testing
Effect of HR practices on task performance
Based on Table 6 , the result of direct effect hypothesis testing indicates that there is effect of HR practices on the task performance with the path coefficient of 0.346 and p<0.001. Considering that p<0.01, then it is said to be significantly high, so H1 is 
Effect of HR practices on job embeddedness
Based on Table 6 , the result of direct effect hypothesis testing indicates that there is an effect of HR practices on job embeddedness with path coefficient of 0.473 and p<0.001. Considering that p<0.001, then it is said to be significant, so H2 is supported.
The path coefficient of 0.473 indicates that the better the HR practice in UNNES, the higher the job embeddedness of employees.
The results of this study are in line with Bambacas and Kulik (2013), Ghosh and Gurunathan (2015) indicating that good HR practices can create employee embeddedness. The better the HR practice applied by the organization, it will increase the employee job embeddedness. Therefore, it is important for universities to keep improving the HR practices in order to increase employee job embeddedness.
Effect of HR practices on trust
Based on Table 6 
Effect of job embeddedness on task performance
Based on Table 6 , the result of direct effect hypothesis testing indicates that there is an effect of job embeddedness on task performance with path coefficient of 0.415 and p<0.001. Considering that p <0.01, it is said to be significantly high, so H4 is supported. The results of this study are in line with the research conducted by Lee et al (2004) , Ozcelik and Genkci (2014) indicating that employee job embeddedness will be able to drive their performance. Therefore, it is important for universities to keep paying attention to job embeddedness of their employees, in order to get a good task performance.
Effect of trust on task performance
Based on Table 6 , the result of direct effect hypothesis testing showed that there is an effect of trust on task performance with path coefficient of 0.411 and p <0.001.
Considering that p<0.01, it is said to be significantly high, so H5 is supported. The their organizations and superiors will be able to improve employee performance. The higher the trust of employees, the higher their performance will be. Therefore, it is important for universities to keep paying attention to the trust of their employees, in order to get good task performance.
Effect of HR practices on task performance through job embeddedness and trust
Based on Table 7 , it is known that the indirect effect path coefficient of HR Practices on Employee Performance through Job Embeddedness and Trust is equal to 0.472 with p <0.001. Considering that p ≤ 0.05 it can be said to be significant, so job embeddedness and trust belong to mediating variables. Based on Figure 2 , the results of the mediation analysis stated that the effect of HR practices on job embeddedness (p2) and the effect of job embeddedness on employee performance (p4) were said to be significant with p <0.01 and p2 path coefficient (effect of HR practices on employee performance after mediation) that is 0.34 <0.56, then job embeddedness can be said as a partial mediating variable so that H6 is accepted. Based on Figure 3 , the results of the mediation analysis stated that the effect of HR practices on trust (p2) and the effect of trust on employee performance (p4) were said to be significant with a value of p <0.01 and path coefficient p2 (effect of HR practices on employee performance after mediation), which was 0.27 <0.56, then trust can be said to be a partial mediating variable, so that H2 is accepted.
The results of this study complement the previous research of Fatima et al (2015) which proposes that the effect of HR practices on employee performance in Higher
Education through mediating variables such as job embeddedness and trust needs to be done in different countries and universities to produce generalized results. This study has shown that the role of HR practices in improving performance can be through mediating variables such as job embeddedness and trust. That is, the better the HR practice in higher education, the job embeddedness and employee trust will increase.
Then, job embeddedness and trust will encourage good task performance.
Conclusions and Implications
Based on the results indicating that there is an effect of HR practices on task performance, the better the HR practices, the UNNES employee job performance is also increasing. HR practices also play an important role in increasing job embeddedness and employee trust in their organizations. The better the HR practices, the higher the job embeddedness and employee trust will be. Then, job embeddedness and trust can also directly improve the employee task performance. In addition to affecting directly, job embeddedness and trust also play a role as mediating variables for HR practices on performance.
The results of this study provide an understanding that good HR practices are important to apply not only to profit organizations but also to universities. Companies in general and universities in particular should keep paying attention and improve their HR practices to obtain superior performance.
This research still has limitations, as it has limited sample of employees at Semarang State University. Therefore, further research is recommended to increase the number of samples used from other universities. In addition, this study only uses a quantitative approach, so it has not been able to answer the problems that need in-depth study.
Furthermore, it is recommended to use the mix method approach to obtain a deeper picture of the phenomenon.
